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Abstract 
The aim of this study is to investigate the relationship between the employees of the gas 
Platforms of south pars performance evaluation system and their efficiency. The present paper is an 
applied type and descriptive research within the framework of ideas. The population of this research 
are 170 employees of the gas Platforms of South Pars t. According to Cochran formula, 119 people 
were collected. To collect the research data, the questionnaire was used and to assess the reliability 
of it the Cronbach's alpha was used and the amount of 0.955 was obtained. Finally, LISREL 
software was used for data analysis. The results indicated that there is a relationship between the 
performance evaluation system variables of employees in offshore gas platforms in South Pars Oil 
and Gas Company and their efficiency. 
Keywords: Evaluation, employee performance, efficiency, South Pars 
Introduction 
Performance evaluation organizationally is usually synonymous with effectiveness of the 
activities. The order of effectiveness is in achieving the goals and programs with efficient features of 
activities and operations. The main reason for performance evaluation is the recognition of strong 
employee and rewards to them and through this, creating incentives to improve their performance 
and other staff. In the past, classical managers done performance evaluation just to control the staff 
while todays, guiding aspect of this performance, is very prominent. The main purpose of 
performance evaluation is to gather essential information about the working people in the 
organization and make them available for the administrators so that they can perform the necessary 
decisions in order to raise the quantity and quality of staff. Therefore, the ultimate goal of evaluating 
performance is to increase the efficiency and effectiveness of the organization not reprimanded and 
disciplined of weak staff. (Smith, 2004) 
In general, the criteria should be standard performance for evaluating employees that actually 
might be associated with their success or failure in their work. In most evaluation systems, they 
avoid quantitative and qualitative criteria and the subjective and objective criteria are the standard 
performance (Mercer Islands, 2011). 
According to the importance of evaluating employees’ performance, the manpower is the 
most important organizational resource and its amplitude broader takes the extended aspects of the 
organization. Therefore, the main purpose of the research is to see whether there is a significant and 
positive relationship between the employees of the gas Platforms of South Pars performance 
evaluation system and their efficiency or not. 
Significance of the study  
Evaluation is an effective tool in human resource management that with accurate and logical 
doing, not only organizations efficiently reach their goals, but also interests of employees will be 
provided. In the course of evaluating the performance, a manager, evaluates the employee behavior 
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through measuring and comparing them with pre-set criteria, records the results and brings them to 
inform the staff (Madani, 2009). 
The most common methods of evaluation are qualitative, which results in the dissatisfaction 
and discontent of the staff. In many cases, it has been observed due to the several personal and 
organizational reasons, qualitative evaluation criteria consciously or unconsciously is assessed with 
the support of specific employees and deviation from the goals of evaluation. If employees come to 
this conclusion that granting promotions and merit pay bonuses were not based on performance 
measures and has been done not based on real assessment, will have harmful and damaging effects 
on their performance. Tardiness, absences, leave work and waste of resources, annual pay much 
harmful money to the organizations. Also, the poor performance of employees, have negative and 
harmful effects on the leadership and organization staff (Rahimi, 2013). 
It is noteworthy that Pars Oil and Gas Company (POGC), according to the vision, has 
considered mission and goals for the future of the company. Finally, acting in a national or 
international scope and responding to customers, clients and stakeholders who are able to achieve 
their goal should have the full and accurate implementation of the legal obligations and contribute to 
develop excellent goals. Therefore, investigate the performance results, is considered as an 
important strategic process in the organization. Managers should bear in mind that, if the 
performance evaluation done with the process vision, correctly and continual will promote 
accountability of organizations and build public trust in their performance. It also leads to promote 
the level of true management of resources, customer satisfaction, contributing to national 
development, to develop new features, stability and promoting the world-class of organizations. 
Therefore, review the current evaluation system is as an essentiality of the company, because if there 
is any problem or the negligence of employee, organization managers can promote staff 
performance and thus enhance organizational productivity by using techniques and solutions that are 
offered. 
Literature review 
Ajaly and Safari (2014) in his article titled “Evaluation the performance of employee 
efficiency of National Iranian Gas Company by using hybrid neural predictive network model 
performance and data envelopment analysis” suggests that one of the main problems with the use of 
data envelopment analysis is the weakness of resolution for decision makers units. Analysis results 
of the calculated efficiency of units by using the models illustrate the strength of the network 
performance and classification of the Company in terms of their efficiency. 
NADAF (2014) has done a study titled "Investigate the evaluation of employee performance 
in Bandar Imam Petrochemical Company and deliver optimal model".The results were analyzed by 
using LISREL software, revealed that there is significant difference in terms of staff competence 
evaluation system between the existing and desired situation.  
Kandampuly (2014) in his article titled "The impact of performance evaluation on efficiency 
and productivity of employee of oil and gas operating companies in America" Examined the role 
and importance of performance evaluation in measuring the efficiency and productivity of 
employees of these companies. Alsothe results of study show that there is a significant relationship 
between performance evaluation and its components with the efficiency of staff appraisal. Ochoti 
and others (2012) have done astudy entitled “Affecting factors on evaluation of staff performance 
system (Case Study: Ministry of Foreign Affairs and Internal Security of Kenya)".The results of this 
study show that all five factors: the brick, interpersonal relationships, assessment intelligence, 
information factors and attitude of the staff has a significant and positive relationship with the 
performance evaluation system. 
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Conceptual Research Model 
 
Figure 1: Conceptual model of the study 
Research Hypothesis 
Main Hypothesis: There is a positive and significant relationship between performance 
evaluation system of the employee of gas Platforms of South Pars and their efficiency (H1). 
Sub Hypothesis  
H1. There is a positive and significant relationship between the attention of the managers to 
the knowledge and skills of staff of the gas Platforms of South Pars and their efficiency (H2). 
H2. There is a positive and significant relationship between the manager’s perception of the 
role of the employee of the gas Platforms of South Parsand their efficiency (H3). 
H3. There is a positive and significant relationship between the amount of teaching of the 
employee of gas Platforms of South Pars and their efficiency(H4).  
Methodology 
In this study, according to the research topic that is "Investigating the relationship between 
employee performance evaluation systems and their efficiency of the employees in the gas Platforms 
of South Pars", this study is a descriptive one. In other words, the purpose of the present study is 
practical that with a field research collect the data. The population of the study consisted of  170 
employees of the gas Platforms of South Pars, that the number of them. In order to carry out 
sampling statistical Instruction (Cochran) was used and the sample size was 119 people. Data 
collecting for this research was done in two ways of a library and field method. To gather 
information related to the history and literature of the research library method (see the library, the 
base articles, reputable sites, etc) were used. In this study, in order to evaluate and investigate the 
relationship between performance evaluation system and their efficiency to assess their performance 
in the South Pars gas Platforms, standardized questionnaire with components of the manager’s 
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attention to the knowledge and skills of employees, managers' perceptions of the role of employees 
and staff training and data related to efficacy variable were used for data collection. The validity of 
this study was done based on the opinions of experts as well as experts and advisors in the 
questionnaire. In this research, Cronbach's alpha was used to assess the reliability of the study, 
Cronbach’s alpha of the questionnaire was equal to 955/0. In analysis of data two statistical methods 
were used:1. Descriptive statistics: in this section the researcher do not want to prove or disprove a 
special hypothesis, because at this level of processing only one variable is evaluated at each step 
only and relationships between variables is not considered.Current Inference: Included normality 
Test (k-s), structural equation, Pearson correlation. 
Data analysis 
Descriptive analysis of research data 
Degree of education 
The following table show frequency distribution and percentage of respondents breakdown 
to their qualification as it stands, 40 percent of the sample are the people who are graduated in the 
level of their education (Table 1). 
Table 1: Frequency of respondent’s qualification 
Cumulative frequency Frequency Education 
7.5 7.5 Diploma 
22.5 15 AS 
60 37.5 BA 
100 40 MA 
100 0 PhD 
 100 Total 
Gender 
According to the data analysis of respondents surveyed, 60 percent (n = 60) are male and 40 
percent (40 people) are women (Table 2). 
Table 2: Frequency distribution of respondent’s gender 
Gender frequency Cumulative frequency percent 
Women 40 40 
Men 60 100 
Total 100  
Age 
The following table shows the frequency distribution and percentage of respondents to their 
age; as it is shown, 52.2% of the study sample consisted of individuals between the ages of 26 to 35 
years. (Table 3). 
Table 3: Frequency distribution of respondent’s age 
Age Frequency Cumulative frequency percentage 
Under 25 years 12.5 12.5 
26-35       years 52.5 65 
36-45       years 35 100 
46-55       years 0 100 
Total 100  
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Resume 
Table 4 indicates the frequency table and percentage of respondents, breakdown to their 
work experience as it stands 92.5% of the study sample were people that their work experience are 
less than 20 years (Table 4) 
Table 4: Frequency and distribution of respondents based on work experience 
Work experience  Frequency Cumulative frequency percentage 
Less than 5 years 12.5 12.5 
Between 6 to 10 years 40 52.5 
Between 11to 15 years 27.5 80 
Between 16 to 20 years 12.5 92.5 
Over 20 years 7.5 100 
Total 100  
 Inferential statistics 
Table 5: Kolmogorov-Smirnov test of the variables 
Index Perception Education Knowledge Performance Evaluation 
Sample size 119 119 119 119 119 
The parameters of 
the normal 
distribution 
Average 3.6218 3.7017 3.6807 3.6702 3.6681 
Standard deviation 1.10845 1.00490 1.06511 0.82447 0.99398 
Kolmogorov-Smirnov test-statistics 1.166 1.137 1.105 1.139 1.131 
The significance level 0.052c 0.059c 0.075c 0.087c 0.079c 
Test result Normal Normal Normal Normal Normal 
 As is clear from the above data, the significance level of the Kolmogorov-Smirnov test for 
all variables is more than 0.05.As a result, these variables in this study are normally distributed and 
to prove the assumptions, parametric tests can be used. 
 Research hypothesis Testing 
Table 6: CR.AVE, significant and  factor bars measurement model of questionnaire 
Variable  Question Factor 
bar 
Significant 
bar 
Average of extended 
variance (AVE) 
Composite reliability 
(CR) 
Diagnostic 
validity 
The entire 
questionnaire 
 
 
 
25 0.54  
71.76 0.799  
26 0.54  
27 0.83  
28 0.73  
29 0.63  
30 0.73  
31 0.62  
32 0.52  
Knowledge 0.94  
Perception 0.88  
Education 0.91  
 Based on the above table, it is clear that the reliability is 79.9% and this amount is greater 
than 0.6, so this model had enough reliability. The diagnostic validity is 71.76 percent that this 
amount is more than 0.40, the model had diagnostic validity. 
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 Checking standardized coefficients of each item of variables in the original research 
Table 7: Standardized coefficients of each item of variables 
 According to the final GPA, it is clearly seen that the relationship between all components in 
the primary model of research is significant. Therefore, final research model is confirmed. 
 Goodness of fit model 
Table 8: Fit index of structural model 
Fit index Optimum Result 
χ2/df <8.00 2.14 
GFI >0.90 0.906 
RMR <0.05 0.048 
NFI >0.90 0.935 
IFI >0.90 0.925 
CFI >0.90 0.903 
 The main hypothesis: There is a positive and significant relationship between the 
performance evaluation system of the employee of offshore gas platforms of the South Pars Oil and 
Gas Company (POGC) and their efficiency.  
Table 9: Correlation coefficient for the variables  
The significance level of staff performance evaluation system variable of gas Platforms 
offshore South Pars Oil and Gas Company and the efficiency is equal to 5.07,  that is greater than 
1.96  and represents the link between employee performance evaluation system offshore gas 
platforms in South Pars Oil and Gas Company and the efficiency in confidence level of 99%, which 
is statistically significant. Also, the path coefficient between these two variables is equal to (0.89) 
and the effectiveness of employee performance evaluation system variable of gas Platforms offshore 
South Pars Oil and Gas Company's performance show. The main research hypothesis is confirmed, 
and the result is that the staff performance evaluation system in offshore gas platforms in South Pars 
Oil and Gas Company has a significant impact on performance. 
 
Variable name  Number of items Standardized coefficients Sig. 
Evaluation 
Knowledge 0.93 20.74 
Perception 0.89 19.03 
Education 0.91 19.91 
Performance 
25 0.30  
26 0.28 3.75 
27 0.43 4.40 
28 0.45 4.45 
29 0.81 5.14 
30 0.95 5.24 
31 0.95 5.24 
32 0.86 5.17 
Direction A significant number 
(t-value) 
Path coefficient 
(β) From variable To variable 
Efficiency Performance evaluation system 5.07 0.89 
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Validity of the secondary assumptions of research 
Table 10: Pearson correlation test results 
Knowledge  Knowledge Perception Education Performance 
Coefficient correlation 1 0.839** 0.845** 0.480** 
Sig.  0.000 0.000 0.000 
Number 119 119 119 119 
Perception 
Coefficient correlation 0.839** 1 0.777** 0.461** 
Significant level 0.000  0.000 0.000 
Number 119 119 119 119 
Education 
Coefficient correlation 0.845** 0.777** 1 0.405** 
Significant level 0.000 0.000  0.000 
Number 119 119 119 119 
Performance 
Coefficient correlation 0.480** 0.461** 0.405** 1 
Significant level 0.000 0.000 0.000  
Number 119 119 119 119 
According to above table: 
• Significance level between the two variables of efficiency and knowledge is obtained less 
than 0.05, and this shows that there is a significant correlation between the two variables. It should 
be noted that the strength of this relationship is 48 percent and the direction is positive, that is by 
increasing of one variable, the other variable increases. Thus, the first hypothesis is confirmed. 
• Significance level between two variables of performance and understanding is obtained less 
than 0.05, and this shows that there is a significant correlation between the two variables. It should 
be noted that the strength of this relationship is 46.1 percent and the direction is positive, that is by 
increasing of one variable, the other variable increases. The second hypothesis is confirmed. 
• The level of significance between the two variables of performance and training is derived 
less than 0.05 indicating a significant correlation between the two variables.It should be noted that 
the strength of this relationship is 40.5 percent and the direction is positive, that is by increasing of 
one variable, the other variable increases. The third hypothesis is confirmed. 
Conclusion 
According to main hypothesis there is a significant level between the performance evaluation 
system variable of employees offshore gas platforms in South Pars Oil and Gas Company and their 
efficiency that this amount is equal to (5.07) that is greater than (1.96) and represents that the link 
between performance evaluation system of employee of gas Platforms offshore South Pars Oil and 
Gas Company and the performance level of confidence (99% ) is statistically significant. As a result 
of this hypothesis is approved. 
According to the first hypothesis, the significance level between two variables efficiency and 
knowledge is obtained less than 0.05, and this shows the existent of a significant correlation between 
the two variables. It should be noted that the strength of this relationship is 48 percent and the 
direction is positive, that is by increasing one variable, the other variable increases. So the 
hypothesis is confirmed. 
Regarding the second hypothesis, the significance level of performance and understanding 
between the two variables is obtained less than 0.05, and this shows there is a significant correlation 
between the two variables. It should be noted that the strength of this relationship is 46.1 percent and 
the direction is positive, that is by increasing one variable, the other variable increases. So the 
hypothesis is confirmed. 
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According to the third hypothesis, the significance level between the two variables is derived 
and the performance and training is less than 0.05 indicates a significant correlation between the two 
variables.It should be noted that the strength of this relationship is 40.5 percent and the direction is 
positive, that is by increasing one variable, the other variable increases. So the hypothesis is 
confirmed. 
Recommendations of the study 
Practical recommendations 
1. In order to enhance the confidence of performance evaluation systems of South Pars staff, 
we should provide a process for staff objecting to the appraisal system and handle it. 
2. Organization by understanding the ability of the employees in order  to the correct use of 
each part that is related to their ability and knowledge,  by designing and appropriate 
implementation,  can have a stimulate role in increasing the efficiency of them. 
3. Organization by correct design jobs, to improve staff efficiency determined standards from 
the past to partner with the implementation of the efficiency of staff can provide a space for 
developing their goals as well as enhanced performance of the staff space for the staff. 
4. In order to have more accurately and more accurate assessment of the knowledge and 
skills of employees, managers should re-evaluate employee performance review forms and review 
them. 
5. The employees should know that the director considers what indicators for evaluating the 
performance because without knowledge of those indicators, cannot take steps to fix its flaws. 
Therefore. it is recommended that during different training period and through the work, staff 
working knowledge of these topics be justified to increase personnel to reach higher levels of 
efficiency. 
6. Managers by evaluating the performance of employee should create an atmosphere of 
healthy competition among staff and strengthen their motivation and effort in person. 
7. Including those that cause the dysfunction of employees, there are employees with 
different rules of engagement, despite legal same performance with receiving huge difference. 
Principal task at this time is to respect equality among its staff, try this difference which does not 
enter devastating impact on workers and their performance. 
8. After the employee performance evaluation, managers with training courses related to 
jobs, track progress, can identify conditions to improve and move them in order to determine the 
individual career path according to the feedback that the performance evaluation is gained. 
9. Director duties are to transparency of work for employees. As a result, managers with 
proper training at staff recruitment as well as at work can do necessary transparency for them in this 
case in order to increase the staff efficiency. 
Suggestions for further research  
• Evaluating employee performance evaluation system from the managers’ point of view 
• Designing a model for evaluating the performance of university employees using DEA 
• Understanding effective environmental factors on employee performance, and precise 
measurements and their application 
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